The central challenge facing industrial relations today is how to adapt its policies, institutions, practices, and research to serve the needs of the workforce and society in a global, knowledge-based economy. The field of industrial relations rose to prominence in the 20th century because it helped workers and employers adapt to their growing industrial economies. Today, we observe that many of the institutions and policies developed for the industrial era are in decline. A similar transformation of policies, institutions, and practices will be needed to help workers, families, communities, and societies adapt to the requirements of a knowledge based, global economy. This will require renewed commitment to universal and life-long education and training, broad diffusion of knowledge-based work systems in organizations, more transparency and more direct worker voice in corporate governance structures and processes, flexible labor market policies that support mobility and portability of benefits across jobs and movement in and out of full time work as women and men move through different stages of their careers and family lives, and new institutions for worker voice and representation at work and in society. Given the global nature of economic activity, these reforms cannot be limited to single national systems; they must be part of a broader international consensus and coordinated effort to build transnational systems for managing cross border flows of human capital, jobs, knowledge, and value.
economy? How can we make this transition in a way that benefits all workers, families, and societies in the context of a globalized economy?
These are the two greatest challenges facing our profession today. Industrial relations as a field of study and practice emerged in response to the need for new policies and institutions to support the emerging industrial economies of the 20 th century.
Without an active and progressive industrial relations policy, workers found themselves without the bargaining power or the institutions needed to achieve a fair share of the gains generated as economies shift resources from farming to manufacturing and services.
The key challenge was to develop institutions, policies and practices that improved working conditions and fostered the smooth transition from agrarian to industrial-based economies. Labor was viewed as a cost that firms needed to control and manage efficiently. But industrial relations scholars and policy analysts stressed that labor was more than a commodity; labor costs needed to be taken out of competition by standardizing conditions at some fair and efficient levels within industries, occupations, and nations. Policies and institutions were designed to shape industrial relations systems to the national boundaries of each country, tailored to fit with the cultures and particular norms and political systems of each country. Unions evolved as the dominant force to speak for, represent, and uplift the wages, hours, and working conditions of workers and families. Personnel management, and later human resource management, developed as a profession in response to the same forces, sometimes in parallel and sometimes in competition with collective bargaining.
Today the very institutions that supported workers and employers in the industrial economy are again in need of change to support the movement to a more global, knowledge driven economy. President Kim Dae Jung's quote, from his speech in 1999 to an international conference celebrating the emergence of the Korean economy out of the Asian crisis of 1997, captures the challenge for Korea, and for other nations very nicely.
The fact that this challenge no longer is confined to single countries but plays out in the context of global competition, mobile capital, mobile work, and mobile labor makes this challenge all the more difficult and interesting.
The sessions of this Asian Regional Congress are devoted to how to adapt our field to meet the new conditions of the 21 st century. In this short essay I just want to set the context for these discussions by summarizing a few key principles that I believe should guide the transformation of what we have called the field of industrial relations to a 21 st century field that studies and designs institutions, policies, and practices for all people who work and are engaged in the variety of employment relationships we now find in the world. While I am not an expert on Korea or Asia, I will draw on my limited knowledge of challenges you are facing in this country and region to illustrate the broad points.
Updating our Theoretical Assumptions
Our field was built by scholar-practitioners who had a deep appreciation of and ability to move between the worlds of theory, policy, and practice. Thus, an updated perspective on the nature of work and employment relations is needed to provide a foundation on which the theories and institutions governing and supporting employment relationships can be constructed. In turn, these updated institutions must be built on a solid theoretical foundation. Given this we need to start our discussion by focusing on some assumptions about the world as we find it today around which our theories and institutions must be constructed. The assumptions outlined below are not meant to be exhaustive, just starting points for this discussion.
1. The market environment of work must be conceptualized as potentially global in scope. Financial markets must be added to the more familiar product and labor markets as key causal forces affecting employment institutions, processes, and outcomes.
2. Labor must be conceptualized not just as a cost of production but also as a set of knowledge assets to be developed and used as both a source of competitive advantage and value and as a key source of power by which individuals and professional/occupational groups improve their working and living conditions and standards.
3. Scientific and technological advances must be seen as forces that are not just changing the industrial composition of the labor force or affecting the quantities of jobs and levels of skills, but that are changing the nature of work, its relationships to other spheres of economic and social activities, and reducing the value of physical skills and attributes while increasing the importance of cognitive and social skills. Education and training systems need to adapt to this shift in the nature of skill and knowledge requirements in two ways. First, they need to emphasize the integration of science and technical knowledge with the ability to communicate, solve problems, think creatively and work together in teams and groups. Second, they need to provide life-long learning opportunities.
4. The workforce must be viewed as diverse and not easily divided into two classes-labor and capital or workers and managers--but instead viewed as a complex and rich cultural mosaic with common and competing interests, norms, and roles intertwined in ways that require different modes of cooperation and conflict resolution at work.
5. Organizational boundaries are more porous and fluid, making designation of responsibility for designing, managing, and enforcing human resource and employment policies more of a shared set of activities and responsibilities at any point in time and over time as workers move through their careers and stages of family life.
6. Work must be seen as occurring in a variety of different formal and informal settings, not just limited to on-going formal employment relationships. Social safety nets cannot assume that workers and employers are tied together in long term or "permanent" employment relationships.
7. Work is more interdependent with family life as more household hours are added to the paid labor force and technologies allow work and family to share space and time more easily (as it was in agrarian societies). 8. Work and workers must be seen as highly mobile, capable of moving across organizational and national boundaries and being done in physically contiguous settings as well as in virtual or dispersed settings. This is not meant to be an exhaustive list. Instead, its elements are presented here as starting points to encourage fundamental rethinking of the theories that have guided our field and the institutions our theories suggest should govern and support work and employment relationships.
These starting assumptions need to be combined with a reappraisal, and reaffirmation of the underlying normative values and intellectual traditions that gave rise to the field in a different era. Those values and traditions, adjusted to fit today's work and employment settings, can be summarized as follows:
1. We value and give legitimacy to the diversity in interests at work, and indeed, do give primacy to the differences that workers and employers bring to their roles. But this is balanced by a recognition that different groups of workers also have different interests and that some worker and employer interests are shared and overlap. Therefore, we still recognize the pluralistic nature of the employment relationships but recognize that future institutions for representing and aggregating interests and resolving conflicts among interests and pursuing shared common objectives must anticipate more multilateral coalitions as well as bilateral structures and processes. This multilateral nature of interest groupings and conflict becomes especially important in a global economy in which decisions involving work mix together individuals and organizations from multiple cultures and countries.
2. Work and employment relations are studied from a public or societal point of view. That is as professionals we do not view our domain as limited by the boundaries of the firm (as does much of organization theory or human resource management).
3. We place a high reliance on the role of institutions in structuring labor markets. Work is embedded in a social structure and has a deep moral foundation that cannot be left solely to market forces. This was and continues to be what is meant by the phrase embraced by every scholar in our field from Marx to Commons and the Webbs to today that "labor is more than a commodity." Therefore, the goal of labor market policy is not to produce a "perfectly competitive market" but to balance the needs and interests of workers, employers, and society in structuring employment relationships.
4. Power is ever present in models of employment relationships and therefore our institutions must be designed in ways that address power imbalances where they occur. Power traditionally has been thought of as "bargaining power of unions" however, today power is a function of individual power derived from knowledge, skills, and mobility and collective power brought to bear either at the workplace or in political or quasi political settings by unions and through coalitions with other groups.
5. The market, government, and private institutions need to be viewed as complementary instruments for achieving objectives we hold for labor markets and employment relationships. These should not be viewed as alternatives, competing or contending forces. Instead government policies and private institutions need to work with evolving supply and demand features of labor, product, and financial markets.
Updating Transnational Institutions
Updating our institutional structures and processes to fit a more international, diverse, and interactive, communications intensive environment represents a tall challenge to our field. Addressing them will keep us busy well into the next century. But it is time to get started. Therefore, I list what I see as several of the biggest institution building tasks here with special reference to challenges we face in Korea and other parts of Asia.
As capital, work, knowledge, and labor all become more mobile, the need increases for transnational institutions capable of managing this mobility. Unfortunately, our field has extremely weak international institutions. The strongest and most visible international institution in our field is obviously the International Labor Organization (ILO). It has a long and distinguished history of promoting basic human rights at work through its Conventions, Statements of Principles, technical assistance, research, and training activities. The statement of principles regarding basic human rights announced at the 1998 ILO Conference is a good example of the ILO in action. 3 Indeed, these principles are now being used by countless worker advocates, NGOs, student groups, companies, and others to establish codes of conduct and monitoring systems to hold transnational corporations and their suppliers and contractors accountable for meeting and enforcing labor standards. Visible cases such as Nike, Reebok and others are models for how consensus on basic principles and standards can serve as a powerful moral force to set minimum standards (Frenkel, 2004; O'Rourke, 2003; Locke, 2003) ). And this type of moral foundation provides worker advocates a solid base from which to use new sources of power-information, transparency, consumer pressure, and the various communications media to organize and engage employers, consumers, politicians, and the public in campaigns to improve conditions. I would cite the entry of the range of NGOs that have sprung up to promote worker rights and publicize violations of core labor standards in developing nations of Asia as one of if not the most important institutional innovations of our time. These may grow into a fourth major actor (joining unions, employers, and government) in industrial relations (Dunlop, 1958) and, therefore, deserve attention from researchers and policy makers.
Yet despite these positive developments, the ILO's centrality as the dominant international institution in our field is now being challenged by financial institutions such as the IMF and World Bank. I need not remind colleagues in Korea or other Asian countries about the impacts on labor market policies, institutions, and outcomes of the loan requirements imposed by the IMF in the recent financial crisis. Yet the demands for "labor market flexibility" imposed by the IMF came without any real serious dialogue with experts who understood the labor market institutions and traditions of these countries or how the changes that were being imposed would actually influence economic or social affairs. Engaging in a more mutually informative dialogue with these international financial institutions over the interrelationships between international finance and international employment strategies must be a top priority in our field.
Similarly, efforts to build truly international unions that coordinate organizing, Developing monitoring institutions and processes that work and have credibility with all those who have a stake in the practices of transnational corporations needs to be given high priority. The basic tools of our trade--mediation, arbitration, fact-finding, information sharing and disclosure need to be put to this task. In recent years a variety of new ideas and efforts have been proposed to bring the tools of mediation, investigation, inspection, monitoring, and arbitration into the international arena. This development also opens new possibilities for design and implementation of dispute resolution systems.
Updating National, Industry, and Local Institutions: The Case of Korea
The increasing importance of transnational institutions does not diminish the importance or the need for adaptations in national, industry, firm, or local institutions governing work and employment. So let me now turn briefly to apply some of these general principles and requirement for updating industrial relations policies, institutions, and practices to discuss Korea's efforts to meet President Kim's goal of making Korea one of the world's leading knowledge-based economies.
I am personally delighted to be returning to Korea again to see the progress this country has made in building a modern work and employment system for its economy and society. In 1991 I had the opportunity to visit Korea as part of an international study group and was assigned the task of preparing a paper on options for the future of Korean industrial relations (Kochan, 1994) . It was a time of great change and excitement, only several years after the historic 1987 decision by the government to democratize the labor market. While I have not been able to do a careful follow up analysis of developments since then, let me offer some updated impressions.
Education and Life Long Learning
A knowledge economy requires high quality and universal educational system from early childhood through college and vocational schools and extended into life-long learning opportunities for working adults. Moreover, the nature of education has to be adapted from the rigid specialization of subjects and knowledge and memorization of facts that fit the requirements of an industrial economy that valued specialization, respect for authority, and discipline to pedagogies better suited to a knowledge-based economy that thrives on creativity, rapid integration of knowledge through cross-functional and cross-cultural communications, and use of discretion to identify and solve problems.
Korea, and its sister countries in Asia have historically placed a very high value on education. Adapting the pedagogy used in education in primary and university programs may, however, be a challenge, given traditional approaches education in Korea and other parts of Asia. One way of speeding this process is by continuing to expand the large array of joint programs between Asian and Western universities that have sprung up in the past decade.
Korea has also developed an extensive system of vocational education in the past twenty years. The lesson learned from the international benchmark vocational educational system, i.e., the German system, is that the key to a productive vocational education system is having strong employer participation in its design, updating of curriculum, and placement of graduates. The Korean system has been criticized by some employers for producing graduates with outmoded skills (Lee, Kim, Park, and Ryu, 2003) .. Greater involvement of the employers in specific regions might help to solve this problem.
Finally, Korea's tax-levy training system would appear to provide a foundation for life-long learning. However, studies report that this system has not produced widespread on-going training. Most firms simply pay the tax rather than provide training to a broad cross section of their workforce . Given that long term employment may be declining (see discussion of human resource management below) and more use of external hiring of talent is beginning to occur in Korean firms, it may be necessary to reform the training system to give employees more control over these funds. In America I have been advocating for an expansion of joint unionmanagement training funds and for American unions and professional associations to take more responsibility for funding and delivering life-long learning to their members.
This may be worth considering in Korea and other Asian countries as well. We should not expect individual firms, particularly small and medium sized organizations, to provide the type of general training workers need to keep their skills current in an era of declining employee tenure. New thinking and experimentation with employee controlled and cross-firm training institutions and programs are needed. This is an opportunity for unions and professional associations to reinvent themselves to fit the needs of a knowledge based economy and workforce.
Human Resource Management Systems (HRM)
Surveys of Korean firms done by the Korea Labor Institute (KLI) show that the traditional HRM system followed by Korean firms is changing (Park and Yu, 2003) .
There is increased use of external labor market in filling job openings, more layoffs, greater use of temporary employees, more individual and group incentive compensation, more team based organizational principles, and (as predicted above) less training and career development. Among firms, newer internet based industries make more use of these practices than older firms. The trends are clear and reflect similar developments in other countries in Asia and the West. The evidence from studies of these transformations in HRM practices suggests these innovations will contribute to high levels of productivity and service quality when well matched to the business needs and production systems found in different industries (Ichniowski et al, 1995) . A recent These efforts came close to reaching agreement several times before breaking down.
In the end the government acted unilaterally to impose labor law and labor market reforms. Still, the tripartite commissions have provided a national forum for discussions and in doing so helped the country manage its way through a number of crises. Several features of the Korean industrial relations system that would predict national level tripartite forums would encounter difficulty. These features include the rivalry between the KFTU and KCTU, low union density (11%), and lack of widespread or strong consultative structures at the industry, regional or even firm levels.
The severity of the economic crisis experienced in 1997-99 had a dual edged effect. On the one had the intensity of the economic crisis and the insistence of the IMF for labor market reforms that would increase flexibility intensified pressure to reach a national level agreement. On the other hand, the IMF pressure for more flexibility to layoff workers increased the opposition of labor groups to participate in national dialogue.
The lack of more decentralized industry or firm-level consultative institutions may, however, continue to limit the sustainability of national efforts. Developing more firm and industry level initiatives, perhaps focused on key workforce and competitive issues such as training and life-long learning, diffusion of knowledge-based work systems, or other topics might serve as a useful foundation on which national tripartite discussions can build.
One institution that could play an increasingly important role in industrial relations systems in general and Korea in particular is the consultative councils required at the firm level. The intent is for these institutions to function similar to European Works Councils. Experience with them in Korea, however has been highly variable Park and Lee, 1995) . They have yet to reach the level of centrality or performance close to those found in the best European countries and firms. Yet the trends toward greater teamwork, flexibility in HRM systems, and the need for information sharing and transparency suggest that these councils could play an increasingly important role if given sufficient resources and management and labor support. More research on their role and potential would seem to be warranted.
Labor Market Policies
One of the most worrisome features of the contemporary Korean labor market is that non-standard work now accounts for perhaps as much as 50 percent of the Korean labor force. This undoubtedly reflects a number of factors such as the desire of firms to avoid long term employment commitments, the aging of the Korean labor force and the relatively early retirement age adhered to in many firms, and the growing labor force participation of women. Most observers would question the viability of having half of the labor force outside the coverage of the employment laws and practices afforded regular employees. Understanding the causes and consequences of this high level of nonstandard work would appear to be an important priority for both research and policy making in Korea.
Since 1995 Korea has embarked on a broad array of employment stabilization and displacement subsidies funded through employer contributions. These have been relatively controversial, as programs like them tend to be when implemented in other countries. While their assessment is technically quite difficult, the data seem to show that there is between 60 and 80 percent deadweight losses associated with these programs but that the 20+percent net gain in employment may be worthwhile (Lee and Shin, 2003) . At the same time Korea has been working hard to develop an unemployment insurance system (Jeong, 2003) . To date the evidence suggests that only a small portion of the unemployed are receiving benefits from the new system.
Thus, a major strategic question therefore is how much emphasis to put on employment stabilization relative to income maintenance and employment adjustment.
Working Hours
The Korean labor force still works very long hours by international standards. Despite overall increase in female labor force participation rates, structural problems continue to limit the full integration of women into the labor market and the economy.
Up until the 1980s, Korea's female labor force was concentrated in the labor intensive light manufacturing and low-wage service industries. Moreover, young women were expected to leave full time employment when they married and began having children, thereby further reinforcing the limits on their upward career mobility. Lack of well developed child care policies or institutions also make it difficult for Korean women to reenter the labor force. Together these factors may account for the relatively low female labor force participation rate of approximately 48.8% in 2001 (Hwang, 2002) .
There are, however, some signs of change in the role of women. Growing numbers of unmarried women are entering the professional ranks. The proportion of women in the professions rose from 9.3% in 1993 to 20.2% in 1999 (Hwang, 2002 (Chang, 2001) found that women were disproportionately affected by firm restructuring following the 1997 crisis.
Women simply dropped out of the labor market while the majority of men who were separated from employment transitioned to unemployment. Among women and men who transitioned to the labor market from non-participation in the labor market, women were much more likely to re-enter via temporary or contingent jobs.
All nations are struggling to address the changing role of women in the labor market and the growing interdependence between work and family life. This has strong cultural as well as institutional and public policy dimensions. Korea and other Asian countries have perhaps an even longer way to go than the U.S. and other Western countries in making labor markets, HRM policies, and work-family relationships more equitable for women. Doing so is essential if the full range of knowledge, talent, and creativity needed for a successful knowledge-based economy is to be utilized.
Migration to and from Asian Countries
One issue that is becoming an increasingly important topic in our field is the role of labor migration. This is especially so in Asia. With increased economic growth, out migration from Asia has increased tremendously over the past few decades. Statistics of total outflows grossly underestimate actual flows. One indicator is the increase in officially reported total outflow of migrants from seven of the traditional countries of origin (India, Indonesia, Philippines, Thailand, Pakistan, Bangladesh and Sri Lanka), which increased nearly nineteen-fold from 103.5 thousand in 1976 to over 2 million in 1998. Total outflow increased 76% from 1990 to 1998 alone ( Wickramasekera, 2002) .
Recent trends in the migration of workers from Asia present formidable challenges as well as new opportunities for the field of industrial relations.
There has been a marked change in the destination of the biggest flow of migration from that directed towards the oil producing countries in the Gulf in the 70s to an intra-Asian flow within the past decade or so. Most intra-Asian migration is distinguished from permanent emigration to industrialized countries in that most of the cases rely on employment contracts and are temporary. According to ILO figures, there were about 6.5 million foreign workers at the time of the Asian financial crisis in seven Asian areas: Japan, the Republic of Korea, Malaysia, Singapore, Thailand, Hong Kong (China) and Taiwan. The fact that there has been an explosive growth in illegal and irregular migration and that in Asia particularly, migration is an increasingly feminized phenomenon, presents challenges for national governments, international bodies, unions and employers to deal with a globally stratified labor market. Thus migration in Asia is very much a development and a labor market issue.
On the other hand, labor markets for skilled professionals are increasingly becoming globalized. There is enough evidence to suggest that current aspects of the phenomenon are significantly different from those of earlier generations of skilled migration. Higher education curricula are increasingly converging across countries, and facilitate mobility of professionals; cross-national recruitment is at once more common and increasingly proactive; and there are emerging transnational occupational networks that increase flows of information among ethnic professionals. These trends certainly challenge the traditional conception of the phenomenon of skilled migration as a "brain drain" having a negative impact on development of the sending country. In addition, the mobility of skilled professionals is intricately linked with the global outsourcing of work from industrialized countries to developing countries. However, the exact relationship and micro-mechanisms involved in the relationship between skilled migration and economic development, as well as that between skilled migration and global outsourcing,
are not yet adequately understood. This topic will feature prominently in discussions at this Congress and in our field for many years to come.
Looking Forward
Taken together, it is clear that considerable efforts are underway and progress has been made toward realization of the goal set by President Kim. But Korea, like its neighboring countries in Asia and its trading partners in other parts of the world, still has a long way to go to realize the vision and potential benefits of a knowledge-based economy. Our field can make substantial contributions to realizing these benefits if we too continue to transform our research, teaching, and institution building efforts to fit the economy and workforce of the 21 st century.
